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PREAMBLE 
THIS AGREEMENT is made the 1" day of January, 2007 by and between The Civll Service 
Employees Association, Inc., Local 1000, AFSCME, AFL-CIO for the Town of Rotterdam 
Unit of Schenectady County Local #847. This collective bargaining agreement between the 
parties will cover a four (4) year period inclusive of the dates January 1, 2007-December 31, 
2010. 
WHEREAS, it shall be the public policy of the Town of Rotterdam and the purpose of this 
Agreement to promote harmonious and cooperative relationships between the Town of 
Rotterdam and its employees, and to protect the public by assuring, at all times, the orderly 
and uninterrupted operations and functions of government. This Agreement is made between 
the Town of Rotterdam, hereinafter referred to as the "EMPLOYER" and Local 1000, 
AFSCME, AFL-CIO for the Town of Rotterdam Unit of Schenectady County Local #847 the 
Civil Service Employees Association, Inc., hereinafter referred to as "CSEA". 
NOW, THEREFORE, in consideration of mutual covenants contained herein, the parties 
agree to the following: 
ARnCLE I / RECOGMTlON 
SECTION 1. The Employer agrees that the CSEA shall be the sole and exclusive 
representative for all of the employees described in Article I1 for the purpose of collective 
bargaining and grievances. The recognition shall extend for the maximum period allowed by 
law. 
SECTION 2. CSEA shall have exclusive payroll deduction of membership dues. The Town 
may offer insurance programs to employees and employees may opt for payroll deduction. 
SECTION 3. The CSEA affirms that it does not assert the right to strike against the 
Employer, and it shall not cause, instigate, encourage or condone a strike. 
ARTICLE I1 / COLLECTIVE BARGAINING UNIT 
The collective bargaining unit shall include all employees of the Town of Rotterdam except: 
1. Summer or seasonal employees 
2. School traffic officers 
3. Planning Commission Members and Secretary 
4. Zoning Board of Appeals Members 
5. Town Historian 
6. All elected Officials holding Town of Rotterdam elected positions 
7. Part-time employees 
8. All appointed Officials 
ARTICLE III / DUES DEDUrnONS 
SECTION 1. The Employer having recognized the Civil Service Employees Association, Inc., 
as provided in Article I above, as the exclusive representative of employees within the 
bargaining unit represented by this Agreement, shall: 
A. Deduct from the wage or salary of employees of said bargaining unit who are members of 
the Civil Service Employees Association, Inc., regular membership dues, and any other 
authorized deduction, for those employees who have signed the appropriate payroll deduction 
authorization permitting such deduction. The Employer agrees to deduct and remit such 
monies to the Civil Service Employees Association, Inc., at 143 Washington Avenue, Albany, 
New York 12210, as the recognized exclusive negotiating agent for employees in this Unit at 
the end of each pay period. 
B. Deduct from the wage or salary of employees of said bargaining unit who are not members 
of the Civd Service Employees Association, Inc., the amount equivalent to the dues levied by 
the Civil Service Employees Association, Inc. The Employer shall make such deductions and 
transmit the amount so deducted, along with a listing of such employees, to Civil Service 
Employees Association, Inc., 143 Washington Avenue, Albany, New York 122 10 at the end of 
each pay period. 
C. The Union shall hold the Town harmless for any and all deductions made in accordance 
with this Article and shall indemnify the Town against any and all costs, claims or litigation 
which may occur, including counsel fees, court costs, and any other expense or cost which 
arises in connection with the Town's deductions from the wages of bargaining unit employees 
pursuant to this Article. 
SECTION 2. The Employer shall furnish the CSEA Unit President with a listing of all 
bargaining unit employees on an annual basis and will update the same quarterly. Such listing 
shall include the employee's name, home address, work location, job title, date of hire and 
membership status. The Employer will furnish the same information for new employees, 
employees promoted or transferred, and a listing of all employees terminated. 
ARTlCLE JV / COMPENSATION 
SECTION 1. A Paramedic acting as a Supervisor d l  receive an additional ten (10%) percent 
for all time worked. 
SECTION 2. Commencing January 1, 2007 employees present base pay shall be increased by 
two (2) percent. Commencing July 1, 2007, employees present base pay shall be increased by 
an additional two (2) percent. 
SECTION 3. Commencing January 1, 2008 employees present base pay shall be increased by 
four (4) percent. 
SECTION 4. Commencing January 1, 2009, employees present base pay shall be increased by 
four (4) percent. 
SECTION 5. Commencing January 1, 2010, employees present base pay shall be increased by 
four (4) percent. 
ARTICLE V / LONGEVITY PAY 
SECTION 1. Commencing January 1, 2001, longevity pay shall be granted upon completion 
of 4, 8, 12, 16, 20 and 24 years of continuous service in accordance with a Longevity Pay 
Schedule as follows: 
Effective 01/01/03 
4 8 12 16 20 24 
$800 $1400 $2000 $2600 $3200 $3800 
SECTION 2. Part-time employees who become full-time employees shall not have their time 
counted for purposes of receiving longevity. 
SECTION 3. The Town will pay longevity by regular paycheck. Longevity shall continue to be 
included on an employee's overtime rate calculation. 
ARTICLE VI / WORKWEEK AND WORKDAY 
SECTION 1. The basic workweek for employees of the Town of Rotterdam shall be forty (40) 
hours, except administrative office personnel on an annual salary where the workweek shall be 
thirty-five (35) hours per week. 
SECTION 2. Town Administration offices may be open from 8:00 AM to 5:00 PM daily, 
Saturdays and Sundays excluded. If hours are to be changed, the Department Head will ask 
for volunteers first. If no one volunteers, the least senior person in that department will be 
mandated. Those employees currently working a seven (7) hour day will continue to do so. 
Employees are entitled to one (1) hour lunch with no pay which cannot be used for comp time 
or overtime. Employees are entitled to one (1) fifteen minute break in the morning and one 
(1) fifteen minute break in the afternoon. If break(s) are not taken, it is forfeited. 
SECTION 3. These provisions shall not be construed to increase the workweek of any 
employee for whom a workweek of lesser hours is prescribed by law. 
SECTION 4. The Department Head, subject to state law and to the approval of the Town 
Board, shall establish the workweek and hours of employment for employees in field positions. 
Copies of schedules for the workweek in field positions and any modifications thereof shall be 
filed with the Town Board by the Department Head. Copies of schedules for field workers 
shall indicate policy regarding terms and conditions of employment, subject to the provisions 
of this Agreement. 
SECTION 5. All employees are expected to arrive at work on time. If a supervisor feels that 
an employee is abusing the Town of Rotterdam's Time and Attendance Rules the following 
penalties may be imposed: 
1- 6 minutes late no penalty unless total exceeds 10 minutes per week then the 
penalty will be 41 hour of pay. 
7-14 minutes late loss of '/z hour of pay. 
15-30 minutes late loss of 1 hour of pay. 
Any lateness after 30 minutes of starting time will result in a loss of 41 hour of pay for each 
additional 4i hour of lateness of any portion of said '/z hour. 
SECTION 6. The use of benefit time as well as sick leave, vacation time or personal time for 
late arrival to work will not be allowed. 
ARTICLE VII / OVERTIME 
SECTION 1. Employees shall earn overtime as follows: 
A. Clerical and Administrative 
These employees shall receive compensatory time of one hour for each one hour worked in 
excess of 35 hours, but less than 40 hours in any workweek. 
B. Laborer and Non-Competitive Employees 
(i) Weekly paid employees shall receive paid overtime at the rate of time and one-half of 
the regular hourly wage for all hours worked in excess of forty (40) hours in any workweek. 
(ii) All employees except weekly paid employees, shall, at their option, receive either 
compensatory time and one-half off or overtime pay at time and one-half for all hours worked 
in excess of forty (40) hours in any workweek. However, EMERGENCY calls shall be 
compensated as paid overtime at the rate of time and one-half of the regular hourly wage for all 
hours worked in excess of forty (40) hours in any workweek. Emergency ovemme for the 
purpose of the Agreement shall be defined as, but not limited to, snow plowing and water 
main breaks or any other acts which the Department Head shall feel is of such necessity that to 
do without would be a detriment to the Town of Rotterdam. 
C. Employees shall earn ovemme as follows: 
(i) All compensatory time earned by employees upon the execution of the Agreement 
dated October 27, 1997, shall not be forfeited and shall be carried over from year to year. If 
an employee uses compensatory time which diminishes the total earned upon the execution of 
the Agreement an employee will not be allowed to increase the amount to the original total. 
(ii) Compensatory time must be used in the year it is earned. 
(iii) Compensatory time shall be used at the discretion of the employee subject to the 
approval of the Department Head. 
(iv) Compensatory time shall not exceed 240 hours for non-public safety employees and 
480 hours for public safety employees pursuant to the Garcia Decision. 
SECTION 2. All authorized paid leave time taken shall be counted as time worked in 
computing overtime. 
SECTION 3. AU overtime shall be approved by the Department Head. 
SECTION 4. No credit shall be allowed for ovemme of less than onequarter (1/4) hour each 
day. Overtime shall be credited only in onequarter hour units and no fractional part of such 
unit shall be credited. 
SECTION 5. Time spent in traveling in excess of regular work hours shall receive no credit as 
overtime, except as required and approved by the Department Head subject to Town Board 
approval. 
SECTION 6. If an employee is transferred from one (1) department to another, any 
compensatory time accumulated in accordance with Section 6 above shall be utilized by said 
employee before the transfer, if possible, and if not possible, the employee will be paid for said 
compensatory time in cash. 
SECTION 7. Overtime credits in form of compensatory time are not applicable to hourly 
rated employees and are not available to them. Hourly employees shall be paid only actual 
hours worked. 
SECTION 8. An employee who has worked eight (8) hours of continuous overtime or more 
shall be given a paid half-hour lunch break. 
SECTION 9. For purposes of computing an employee's overtime rate, longevity shall be 
included. 
SECTION 10. An overtime roster will be established based on seniority, by unit, most senior 
employee first. Ovemme assignments will be voluntary according to roster, but will be 
mandatory if not enough employees accept beginning with least seniority according to roster. 
Employees will be notified at the beginning of the workday of available overtime that day. The 
above does not apply in cases of emergency. All available overtime shall be distributed 
equitably among qualified employees who normally work under the supervisor responsible for 
assigning overtime. A copy of the overtime roster shall be posted and maintained up to date in 
each department. 
SECTION 11. 
k Dispatcher and Paramedic at Police Department 
(i) All dispatchers and paramedics employed at the Town of Rotterdam shall receive paid 
overtime at the rate of time and one half of the regularly hourly wage for all hours worked in 
excess of 40 hours in any workweek in either cash payment or time off (compensatory leave), 
whichever option the employee chooses. 
(ii) Dispatchers and Paramedics bargaining unit members who work at the Police 
Department are entitled to compensatory time off with less than four (4) hours notice as long 
as no overtime is created. Requests creating overtime shall be taken with-at least four (4) 
hours notice. In the event of extraordinary circumstances, the Chief or hisher designee may 
waive the four (4) hour notice. 
(iii) Leave requests by dispatchers and paramedics for time off, other than leave requests 
for blocks of time in full week(s), cannot be submitted by the dispatcher or paramedic before 
the same calendar date in the month before the leave is sought. For example, if a dispatcher 
or paramedic wants to request leave for December 25th, (s)he cannot submit the request for 
leave before November 25th of that same year. 
B. Dispatcher and Paramedic time off requests shall be filed as follows: 
When a vacancy has been created causing a shift to require a replacement, the following 
procedure shall be followed: 
(i) When a vacancy has been created or a need arises where additional staffing is 
needed and the vacancy is created or the staffhg is needed seventy-two (72) hours or more 
before the beginning of that particular shift, the vacancy shall be posted for review and signing 
of personnel. Part-time personnel will be given the first opportunity to accept the shift. 
(ii) When a vacancy has been created or a need arises where additional staffing is 
needed and the vacancy is created or staffing is needed less than seventy-two (72) hours before 
the beginning of the shift, no posting is necessary and the "overtime list" shall be used by 
attempting to contact part-time personnel first. 
a. If an employee is called from the "overtime list" and accepts, is unavailable 
or refuses the overtime, he/she will be credited with those hours. 
b. No employee shall be credited with refusal hours if he/she is already 
assigned to work, on any approved leave for that particular shift or on a scheduled 
week of vacation or holiday. 
c. After being awarded an overtime shift the employee awarded the shift is 
responsible for working that shift unless he or she is sick or there are other 
extenuating circumstances approved by the Chief of Police or his designee. 
(iii) An employee may not be asked or credited with refusal hours for an 
adjoining shift if helshe is on sick leave. In such case, the employee is ineligible 
to work. 
(iv) Any bargaining unit members who work at the Police Department are 
limited to earning and using up to 156 hours of compensatory time in a 
calendar year (This is inclusive of compensatory time earned for working 
holidays). In the event of extraordinary circumstances, the Chief or 
hisher designee may waive the 156 hour limitation. 
ARTICLE VIII / SPECIAL RATES OF PAY 
SECTION 1. The salary with the creation of skilled laborer will be ten cents (10Q.) per hour 
for each level 1, 2 and 3 above that of a laborer. A working crew leader will be paid $ .50 per 
hour over h isher  regular rate of pay. The Department Heads will appoint the working crew 
leader. 
SECTION 2. AU employees in our bargaining unit who are on call-out status beyond their 
normally scheduled workday, shall be entitled to a minimum of two (2) hours call-out time for 
each occasion they are called out, which willbe paid at the overtime rate of pay. 
SECTION 3. When an employee is assigned duties of a higher nature and a higher 
classification, that employee shall be paid the higher rate of pay commencing with the 
performance of the duties. When an employee is assigned the duties of a lower nature and a 
lower classification, the employee shall continue to receive hisher regular rate of pay. 
SECTION 4. Employees who work the second shift shall receive a 1% differential. Employees 
who work the third shift shall receive a 2% differential. 
SECTION 5. Police Department employees and Animal Control Officers' who work on a day 
recognized as a Holiday will be compensated at the rate of time and one-half in cash payment 
or time off, whichever option the employee chooses. 
ARTICLE M / UNIFORM PAY SCALE & SALARY SCHEDULE 
There shall be a uniform pay scale for all job titles: 
SECTION 1. Salary Schedules effective January 1, 2007, 2008, 2009 and 2010 shall be 
attached as Schedule "Bn 
ARTICLE X / HOLIDAYS 
SECTION 1. All employees shall enjoy fourteen (14) paid holidays per year as follows: 
New Year's Day Veteran's Day 
Lincoln's Birthday Thanksgiving Day 
Washington's Birthday Day after Thanksgiving 
Memorial Day Independence Day 
Columbus Day Labor Day 
Election Day Christmas Day 
Martin Luther King Day One Additional Christmas Day 
Effective January 1,2008 All employees shall enjoy fourteen (14) paid holidays per year as follows: 
New Year's Day Veteran's Day 
President's Day Thanksgiving Day 
Good Friday Day After Thanksgiving Day 
Memorial Day Independence Day 
Columbus Day Labor Day 
Election Day Christmas Day 
Martin Luther King Day One (1) Additional Christmas Day 
SECTION 2. The day prescribed by law shall be the day of observance, or if the holiday falls on a 
non-workday, the day of observance shall be mutually agreed to by the Employer and CSEA. For 
Christmas, Section 3 shall apply. 
SECTION 3. If Christmas Day falls on a Monday through Thursday, the employee shall enjoy the 
day after Christmas Day as a paid holiday. 
If Christmas Day falls on a Saturday, then the employee shall enjoy the Thursday and Friday 
before Christmas as paid holidays. 
If Christmas Day falls on a Sunday, the employee shall enjoy the Friday before Christmas and 
Monday the day following Christmas as a paid holiday. 
If Christmas Day falls on a Friday, the employee shall enjoy the day before Christmas as a paid 
holiday. 
SECTION 4. All holiday time shall be credited to Dispatchers and Paramedics on January 1 on a 
yearly basis. Employees understand that in the event they leave town employment, they are 
responsible to reimburse the town for any leave credits received and/or paid in advance of the 
holiday. Dispatchers, Paramedics and Animal Control Officers must take their holidays in blocks 
of 5 days - five in the spring and five in the fall. The remaining four days may be taken at the 
discretion of the employee except for the following provisions: 
A. Any request for holiday leave for any of the contractual holidays are subject to minimum 
manpower, i.e., Dispatchers, Animal Control Officers. 
B. If such request doesn't reduce minimum manpower staffing, request may be granted. 
C. If such request does create a manpower shortage but there are personnel willing and available to 
cover the shift posted according to department procedure, the request may be granted. 
D. Under no instance shall a Dispatcher be mandated to work on a contractual holiday except if 
no other coverage can be obtained. 
SECTION 5. 
A. Dispatchers and Paramedics working in the Police Department shall celebrate the contractual 
"Christmas Day" on December 25th and shall receive holiday pay for any shift worked on that 
date. The contractual "One Additional Christmas Day" will be celebrated on 
December 24th and dispatchers and paramedics shall receive holiday pay for any shift worked on 
that date. The contractual "New Years Day" will be celebrated on December 3 1 st for the second 
and third shifts for the hspatchers or the B line shift for the paramedics and January 1 st for the 
first shift for the dispatchers or the A line shift for the paramedics. The contractual 
"Independence Day" will be celebrated on the calendar date of July 4h. All other paid holidays 
not specified in this section will be celebrated on the day of observance mutually agreed to by the 
Employer and CSEA. Dispatchers and paramedics shall receive holiday pay for those shifts 
worked as set forth herein. 
B. Floating holiday hours for dispatchers and paramedics working in the Police Department must 
be requested with 24 hour notice and may be granted if no other dispatcher/paramedic is on 
scheduled vacation or holiday leave for that particular day or the request does not create 
overtime. This 24 hour notice provision may be waived by the Chief or hisher designee in 
extraordinary circumstances. 
C. Dispatchers and Paramedics working at the Police Department shall not be subject to Sections 
2 and 3 of this Article. 
ARTICLE XI / VACATION 
SECTION 1. All employees excluding part-time employees, Dispatchers and Paramedics shall be 
entitled to a yearly vacation period, which s h d  be credited to the employee on their anniversary 
date of employment, in accordance with the following provisions. Dispatchers and Paramedics 
shall be entitled to a yearly vacation period, which shall be credited to the employee on January 1 
on a yearly basis. Employees understand that in the event they leave town employment, they are 
responsible to reimburse the town for any leave credits received and/or paid in advance of their 
anniversary date. There shall be no prwata accrual or vesting of vacation other than on 
anniversary date. 
A. Upon the completion of one (1) year of continuous service through the completion of four (4) 
years of continuous service, a vacation of ten (10) worlung days will be granted to the employee. 
B. Upon the start of five (5) years of continuous service through the completion of nine (9) years 
of continuous service, fifteen (15) working days. 
C. Upon the start of ten (10) years of continuous service, through the completion of fourteen (14) 
years of continuous service, twenty (20) working days. 
D. Upon the start of fifteen (15) years of continuous service, through the completion of nineteen 
(19) years of continuous service, twenty-five (25) working days. 
E. Upon the start of twenty (20) years of continuous service, thirty (30) working days. 
SECTION 2. Although vacation credits should be taken in the calendar year granted, an 
employee may accumulate up to and including a maximum of thirty (30) days which credit may be 
transferred from one year to the next. Upon retirement, death or separation from service of the 
employer, the employee and/or his beneficiary of their estate shall be compensated in cash for 
their vacation credit up to and including the maximum of days that may be accumulated, that is, 
thirty (30) days and accumulated comp time and personal time. 
SECTION 3. In order to be absent from work on paid vacation leave, an employee must 
request and be granted time off at least three (3) days prior to the employee's absence. This 
three (3) day provision may be waived by the Department Head if good cause is shown. A 
Vacation Leave Request Form shall be available in the Department Head's office and must be 
completed, signed and submitted for approval to the Department Head. This form will be 
returned to the employee showing whether the leave requested is granted or denied and, if 
denied, the reason shall be stated thereon. 
SECTION 4. The Chief of Police or h isher  designee shall prepare and post the 
Departmental Shift Schedule. Dispatchers and the Paramedics shall follow guidelines 
established by the Chief and shall bid their vacations in weekly blocks, except for forty (40) 
hours. Individual vacation hours shall be requested with at least seventy-two (72) hours notice 
and shall be granted if no other paramedic/dispatcher is on vacation or holiday leave for that 
particular day or the request does not create overtime. The seventy-two (72) hour notice 
provision may be waived by the Chief or h isher  designee in extraordinary circumstances. 
SECTION 5. Employees who have completed at least four(4) years of continuous employment 
with the Town will have the option of receiving payment for up to five (5) days of unused 
vacation leave in each calendar year. The payment for such unused leave to eligible employees 
will be made in December of each year by separate paycheck. 
ARTlCLE XII / SICK LEAVE 
SECTION 1. Each full-time employee shall earn sick leave with pay as follows: 
A. Employees who work seven (7) hour per day work day shall earn 1.75 hours of sick leave 
per week. 
B. Employees who work an eight (8) hour per day work day shall earn two (2) hours of sick 
leave per week. 
Each full-time employee shall earn sick leave with pay at the rate of maximum thirteen (13) 
days per year. 
SECTION 2. Sick leave shall be accumulated up to two hundred (200) days maximum. After 
this maximum is reached, no more sick leave credits may be earned by the employee, except to 
the extent of building up to 200 days maximum. 
SECTION 3. All sick leave now accrued by an employee under previous rules and regulations 
and shown on the records of the Payroll Department shall be credited to the employee under 
these rules and regulations. 
SECTION 4. Sick leave credits may be earned but cannot be drawn until the employee has 
served four (4) months in Town service. 
SECTION 5. No sick leave with full pay shall be granted beyond accrued earned credits and 
in no case beyond the maximum of two hundred (200) days. 
SECTION 6. In order that absence from work because of personal illness or disability may be 
charged to accumulated sick leave the following procedure shall be followed: 
A. (1) Employee shall notify their supervisor of such absence within two (2) hours after the 
beginning of the work day. The employee must notify their supervisor each day of said 
absence. If the employee's absence is due to a serious illness or lengthy illness that will last 
more than one week, this should be reported to the employee's supervisor and then daily 
notification will not be necessary. In cases of absence for one week or longer, the employee 
must notify their supervisor one day in advance of the date the employee will return to work. 
(2) Police Dispatchers and Paramedics shall notify this Department of any absence due to 
illness or injury prior to their respective shift with as much advanced notice as possible. 
B. If an employee becomes sick on the job, they must notify the immediate supervisor 
immediately and must request permission to go home. If the employee leaves work without 
notlfylng their immediate supervisor, unless in cases of emergency, the employee will not be 
paid for the time absent from work. 
C. If an employee is injured on the job, their supervisor must be notified of such injury 
immediately or as soon as reasonably possible. If medical treatment is required, the employee 
will be taken to the nearest facility. The procedure as outlined in A above for notification shall 
be followed. The Employer may require a Doctor's report that the employee is able to return 
back to work before the employee is allowed to return to work. The employee must notify the 
Employer at least one day prior to the date employee is able to return to work. 
D. Employer and employee both agree to complete all necessary insurance forms and reports 
as soon as reasonably possible concerning on the job injuries or accidents. 
SECTION 7. Absence for illness on Saturday shall not be charged unless Saturday is a 
designated w o r h g  day for an employee. If an employee is designated to work a one-half (l/2) 
day on Saturday, then only one-half (%) of a day shall be charged for absence on such day. 
SECTION 8. All unused personal leave days shall be applied to the employee's accumulated 
sick leave provided that it does not exceed the maximum sick leave accumulation of 200 days 
in each year. 
SECTION 9. The Town Board or the Department Head may require such proof of illness as 
may be satisfactory or may require an employee to be examined by a doctor at the expense of 
the Town. 
SECTION 10. Credits for sick leave shall be transferred with the employee from one (1) 
department to another. In cases of protracted disability, at the discretion of the Town Board, a 
full-time employee may also be granted leave with one-half (1/2) pay for six (6) months after all 
sick leave credits have been used up after three (3) years of continuous Town service for annual 
employees, and after three (3) years for per diem and hourly rated employees. 
SECTION 11. Such paid sick leave as is granted an employee due to illness or disability shall 
be considered for all purposes as continuous service. 
SECTION 12. An employee isolated or quarantined because of exposure to a communicable 
disease, other than in the line of duty, shall for the purposes of this regulation, be considered 
absent because of sickness and may be granted sick leave with pay during such isolation or 
quarantine to the extent of their accumulated and unused sick leave. 
SECTION 13. Commencing January 1, 1978, Section 41j adding all unused sick leave to the 
retirement plan up to one hundred sixty-five (165) days will be instituted by the Town. 
SECTION 14. Employees found guilty of misuse of the sick leave policy will incur the 
following penalties - whichever is applicable: 
A. If an employee is found guilty of using sick leave for personal leave without prior approval 
from their Department Head, he/she will forfeit the equal amount of personal leave as per the 
amount of sick leave used for personal business. 
B. If an employee is found pil ty of using sick leave for vacation without prior approval from 
their Department Head, he/she will forfeit the equal amount of vacation leave as per the 
amount of sick leave used for vacation. 
C. If an employee is found guilty of using sick leave for personal leave or vacation, without 
prior approval from their Department Head, and they do not have any vacation or personal 
leave credits, the appropriate amount of time will be deducted from their time card equal to 
the amount of time used without approval for sick leave. 
D. If an employee is found guilty of excessive abuse of the sick leave policy, further disciplinaq 
action will be taken. 
SECTION 15. Commencing January 1, 1996, the Employer agrees that in the event an 
employee notifies the Employer of their intention to retire in writing at least twelve (12) 
months prior thereto, such employee will be paid at their regular rate of pay, for any sick leave 
accumulated and unused up to a maximum of one hundred thirty (130) days. 
A. Employee notification must be by October 1 for the following fiscal year. 
B. If the employee does not exercise their option to retire within said twelve (12) month 
period, the employee forfeits all future lump sum payments of accumulated sick leave at 
retirement, unless the employee notifies the Employer in writing of their inability to exercise 
this option within 90 days of the retiring date or unless a hardship can be shown by the 
employee and the Town Board agrees that such fact constitutes a hardship. The burden of 
proof on proving a hardship is on the employee. 
SECTION 16. In the event of an employee's death, the Employer will calculate the value of 
unused sick leave the employee had to his or her credit at the time of his or her death based 
upon the employee's then current daily rate of pay. The employee's surviving spouse or 
dependant will be able to draw from the value of such unused sick leave to pay for his or her 
health insurance premiums made available to the surviving spouse or dependant relating to 
any unused sick leave the employee had to his or her credit at the time of his or her death. 
Moreover, once the period of health insurance coverage under the COBRA Law has been 
completed, no additional payments or credits will be provided to the employee's surviving 
spouse or dependant. 
SECTION 17. Sick Leave Bank I 
1. Funding 
a. Within thirty (30) days of ratification of this Agreement or notice of 
replenishment, members of the bargaining unit may voluntarily 
contribute days from their accumulation to a fund of days available to 
unit members for leave for extended illness. There shall be no limit on 
the numbers of days a member may contribute, except that the total 
fund shall not exceed the limit set forth in Section Five (5) of this 
provision. 
b. The Town shall not be required to make any contribution of days to Sick 
Leave Bank. New employees will have the opportunity to join the sick 
leave bank by contributing one (1) day of sick leave within their first 
month of employment. 
c. The fund and assignment of available days to applicants will be 
administered jointly by a committee made up of two representatives of 
the Town and two representatives of the Bargaining Unit Association. 
These individuals will hereafter be referred to as the Extended Sick 
Leave Fund Committee. 
2. Criteria for Extended Sick Leave 
Leave for extended illness shall be provided to employees who are incapacitated 
for extended periods beyond the exhaustion of their accumulated sick leave, up to 
the limit of available days in the fund at the time of approval. The intent of this 
provision is to protect the individual employee and hisher family to some extent 
from the financial consequences of a catastrophic or extended illness. 
3. Eligibility 
a. Any employee shall be eligible to make application for additional leave for 
extended tllness when s h e h e  has been incapacitated for the five (5) 
consecutive work days after the exhaustion of hisher accumulated sick 
leave. In capacities for which extension of sick leave may be requested 
and approved will normally fall into one of the following categories: 
1. Extended personal illness 
2. Personal injury 
3. Hospitalization for treatment and/or surgery which cannot 
be postponed until such time as it would not interfere with 
the employee's work schedule. 
b. If the application is approved (s) he will be paid retroactive to and including 
the first day of absence after the exhaustion of h isher  accumulated 
sick leave. 
c. All applications for leave for extended illness must be in writing and be 
accompanied by supporting written statements from physicians or 
other qualified practitioners. 
4. Application, Approval and Notification 
a. Eligible employees will make application by letter to the Committee setting 
forth, as fully as possible, the nature of illness or injury and the 
expected duration of absence and attach or have forwarded under 
separate over the supporting statement mentioned in "cn above. If the 
employee is unable to write this letter, it may be written by his or her 
next of lun. 
b. The Extended Sick Leave Fund Committee will review both written 
communications and approve or disapprove the application. 
c. Initial approvals will be given for not more than twenty (20) work days 
Extended leave. No employee shall be granted more than forty (40) 
days for any single disability. 
d. Copies of all written correspondence pertaining to each application shall 
be deposited in the applicants personnel folder. 
5. Replenishing 
Whenever the fund is depleted to ten (10) days, it will be replenished in 
Accordance with Section 1A hereof. The total fund shall not exceed 100 days 
except to accommodate new employees per Section l b  of this provision. 
ARTICLE XI11 / PERSONAL LEAVE & BEREAVEMENT LEAVE 
SECTION 1. Commencing January 1, 1993, full time employees shall be entitled to personal leave 
not exceeding a total of six (6) days a year and shall be credited to the employee for the period January 
1 to December 3 1. Newly hired employees shall have personal leave prerated during their first year of 
employment. In order for an employee to be absent from work for paid personal leave, the employee 
must request and be granted time off at least 24 hours prior to such absence. This 24 hour notice 
provision may be waived by the Department Head for good cause shown. A personal leave request 
form shall be available in the employee's Department Head's ofice and must be completed, signed and 
submitted for approval. This form will be returned to the employee showing whether the leave 
requested is granted or denied and, if denied, the reason for such denial shall be stated. Effective 
1/1/07 additional days to be credited on employee's 4'h and 9'h anniversary dates. 
SECTION 2. Personal leave allowed for religious observance shall be granted on days and hours 
required for this purpose, without interference with the proper conduct of departmental and 
governmental functions. 
SECTION 3. A full-time employee may be absent by reason of a death in the family as follows: 
A. Death in immediate family employee shall receive five (5) work days leave with pay. However, 
if one of such days is a paid holiday the employee shall be paid only four (4) bereavement days and 
one (1) day holiday pay. 
B. "Immediate familyn as referred to in this Article shall mean spouse, parent, mother-in-law, 
father-in-law, brother, sister, child, son-in-law, daughter-in-law, grandparents and grandchild of the 
employee. Step-relatives of the immediate family as defined herein shall be included in this 
provision. 
C. A full-time employee shall be entitled by reason of death of any family member of employee's 
family not covered in Section 3B of this Article, of up to a maximum of two (2) consecutive days 
leave with pay, per death, and the employee uses one (1) of such days to actually attend the funeral 
of such deceased relative. Family death leave is not cumulative. 
D. A family member who is not a member of the immediate family as referred to in Section 3C 
above, shall mean aunts, uncles, nieces, nephews, brothers-in-law or sisters-in-law of either spouse. 
E. The foregoing provisions of this Article shall not apply to employees who are off the payroll of 
the Town for reasons such as: 
(a) layoff; (b) suspension; (c) compensation injury; (d) disability injury; or (e) leave of absence. 
However, if an employee is absent from work because of injury, whether job related or 
disability leave, and is still on the payroll of the Town receiving accumulated sick leave 
benefits, then any family death that occurs at that time shall be first charged to death leave 
benefits and then to accumulated sick leave benefits. 
F. Use and payment of bereavement leave is subject to verification by the Town. 
SECTION 4. Applications for leaves without pay, subject to the rules of Civil Service 
Commission, shall be filed by an employee with the Department Head, and shall state the 
reasons for the leave and the duration. Granting of such leave, subject to Civil Service 
Commission rules and regulations, is at the discretion of the Town Board. 
SECnON 5. Maternity leave without pay may be granted for not more than one (1) year, 
upon proper certification by a doctor. 
SECTION 6. Leaves of absence with or without pay for military purposes shall be in 
accordance with the military law of the State of New York. 
SECTION 7. Any full-time employee or officer who is necessarily absent from duty because of 
occupational injury or disease, as defined by the Worker's Compensation Law, may, pending 
adjudication of their case, be granted leave with pay to be reimbursed from any award later 
made for a period not in excess of six (6) months. The Town Board, after full consideration of 
all the facts involved and the length of service of an employee under extenuating 
circumstances, may extend total continuous leave without pay not to exceed twelve (12) 
months. 
SECTION 8. O n  recommendation of the Department Head, full-time employees may be 
granted leave of absence with pay by the Town Board for the purpose of acquiring educational 
training which will increase the efficiency and usefulness of the employee to the department, 
except that such leave shall not exceed six (6) months. No leave of absence may be granted to 
pursue courses of study which may be acquired on an in-service basis. 
SECTION 9. If an employee desires to resign from Town service, they must give the 
Department Head two (2) weeks written notice of such resignation with a copy of the same to 
the Town Comptroller. 
Thereafter and upon resignation with such notice the employee shall be entitled to receive 
payment for all accrued personal leave, net working days, and accrued comp time. 
SECTION 10. Each employee in the bargaining unit shall be furnished with a statement of 
leave credits at the end of the year. 
SECTION 11. All accumulated compensatory time, up to a maximum of 30 days vacation 
time and personal leave shall be paid to the estate of the employee who dies in service. 
ARTICLE XIV / RETLREMENT 
SECTION 1. The Town shall continue to provide the New York State Retirement Plan 75(i). 
SECTION 2. The Town shall continue the 60b) retirement benefit, commonly known as the 
Improved Death Benefit. 
SECTION 3. Commencing January 1, 1978, the Town will provide Section 41(j) option of the 
New York State Retirement Plan to all employees. (Application of all unused sick leave as 
additional service credit - maximum of 165 days). 
ARTICLE XV / HOSPITALIZATION, DENTAL & OPTICAL PLAN 
SECTION 1. HOSPITALIZATION 
A. Employees hired on or after August 1, 2001, shall pay 15% of the premium for insurance 
coverage selected for the duration of their employment. 
Employees hired on or before August 1, 2001, who have been provided individual coverage 
under the District's health insurance plan who thereafter at any time during their employment 
with the Town elect dependent coverage shall pay 15% of the difference between individual 
and dependent premium rates for the duration of their employment. 
B. Employees hired after the signing of this agreement shall contribute towards the payment of 
health insurance premiums subject to the following conditions: 
1. 30% in the first year 
2. 25% in the second year 
3. 20% in the third year 
4. 15% in the fourth year and every year thereafter and 15% upon retirement. 
Those employees who elect dependent coverage shall also, during their first two years of 
employment and for the duration of their employment, pay 15% of the difference between 
individual and dependent premium rates. 
Upon the death of an employee, the employer shall provide dependent coverage as per 
employee plan for three (3) months. Coverage thereafter may be continued at the expense of 
the dependent. 
C. If an employee is able to obtain hospitalization coverage provided by a source other than 
the Employer, said employee may notify the Employer in writing to remove h imher  from the 
Employers hospitalization plan and the Employer shall pay to said employee the sum of Three 
Thousand ($3,000.00) dollars in the next paycheck after notification by insurance company. 
Said employee and dependents as the case may be shall not be eligible for paid Employer 
coverage for one year from the date he or she is removed from the insurance company's roll. 
Each year the employee remains off coverage the employee shall be entitled to an additional 
$3,0000.00 as above. No election of the cash benefit under this provision will be valid unless 
the employee provides the Town proof of non-Town health insurance coverage. 
D. The Employer shall continue fully paid hospitalization coverage for all retirees and 
dependents who have retired at the date this contract is signed as previously provided. Any 
employee retiring thereafter shall receive coverage as follows: 
Twenty (20) or more years of service - full coverage for retiree and dependent. 
Upon death of retiree, coverage shall continue for dependent for three months as above. 
Thereafter coverage may be continued by dependent as follows: 
Twenty years or more - dependent pays 25%. 
Fifteen years but less than twenty - dependent pays 50%. 
Less than 15 years - dependent pays for expense of coverage. 
The definition of "servicen shall include early retirement service incentives. 
NOTE: For the purpose of health insurance coverage for employees of the bargaining unit who 
retire from Town service on  or before December 31, 2008, employees with fifteen (15) years of 
service but less than twenty (20) years of service with the Town will be provided full coverage for 
themselves as retirees and their dependants, if they submit their resignation for retirement 
purposes with the Town prior to December 3 1,2008. In other words, employees who retire from 
Town service on or before December 3 1,2008 who have more than fifteen(l5) years, but less than 
twenty(20) years service with the Town will be deemed to have at least twenty(20) years of service 
for the purpose of coverage of retirees for health insurance purposes under Article XV(l)(D) of the 
collective bargaining agreement. This provision will sunset on December 3 1,2008. In other words, 
the parties acknowledge that this provision will not continue pursuant to the Triborough Doctrine 
of the New York State Civil Service Law, Section 209-a(l)(c). 
E. Effective March 1, 2007, the Town shall provide employees the MVP 25/40 plan. 
The co-pay for a visit to a physician's office shall be $25.00. The co-pay for a visit to a specialist's 
office shall be $40.00. 
Under the MVP 25/40 Plan, the Town agrees to fully reimburse employees the $500 co-pay for 
inpatient hospital care. 
The Town agrees to reimburse employees up to $50 for co-payments associated with emergency 
room visits under the MVP $25/40 plan and the CDPHP HMO $25 plan. 
The Town agrees to reimburse employees as follows for co-payments made under the MVP $25/40 
plan and the CDPHP $25 HMO plan: 
MVP $25/40 
Surgical Services (inpatient/outpatient/off'~ce) up to $100 per procedure 
Hospital outpatient/ambulatory surgery up to $75 facility co-pay per surgery 
Ambulance (pre-hospital emergency only) up to $100 per trip 
Maternity surgical for delivery up to $200 for delivery only 
CDPHP $25 HMO 
Ambulance (pre-hospital only) up to $100 per trip 
SECTION 2. DENTAL 
The Employer shall provide all employees, including their dependents, with APA Dental Plan. 
The cost of the above plan shall be paid for by the Employer. Such coverage by the Employer 
shall terminate upon the death or retirement of the employee. If the employer changes the 
dental plan, they will give CSEA 45 days notice prior to the change as well as the new plan so 
that the union may ascertain that the benefits are equal. 
SECTION 3. OPTICAL PLAN 
The Employer shall provide all employees, including their dependents with CSEA Employee 
Benefit Fund Vision Care Platinum 12 Plan with Progressive Addition Lens rider effective 
8/1/01. This plan shall take effect upon the enrollment of each employee as provided for in 
said plan and the Employer shall not be responsible for payment of benefits pursuant to said 
plan until the employee has enrolled in same. Such coverage by the Employer shall terminate 
upon the death or retirement of the employee. 
SECTION 4. PRESCRIPnON 
The MVP 25/40 Plan provides for prescription drug co-payments as follows: 
Generic Drugs- $5.00 
Brand Name Drugs- $20.00 
Non-Formulary Drugs- $40.00 
The Town shall implement the same prescription drug co-payments as the MVP 25/40 Plan 
for employees that utilize the CDPHP Plan. 
The Empire Plan shall determine prescription drug co-payments for employees that utilize the 
Empire Plan 
ARTICLE XVI / JOB SECURITY 
SECTION 1. It is the mission of the Employer to provide services to the residents of the 
Town of Rotterdam. In order to provide such services, the Employer must guide and direct its 
workforce. The Employer agrees that, while directing its workforce, discipline shall be applied 
progressively. However, it is understood that certain violations (e.g., patient abuse, theft, 
insubordination or misconduct) may warrant a request for immediate suspension and/or 
discharge. The Employer shall apply formal discipline only for just cause. 
SECTION 2. The process of progressive discipline includes verbal counseling by their 
supervisor, written warning notices, written reprimands and charges and specifications. It is 
understood that formal discipline shall begin with a written reprimand. A employee shall be 
entitled to their right to Union representation at each stage of this procedure. 
SECTION 3. A written warning and/or reprimand shall be removed from an employee's file 
eighteen (18) months from the date of issuance provided there are no repeat violations and no 
other pending disciplinary matters during this period. More serious disciplinary penalties shall 
be removed after thirtysix (36) months provided there are no repeat violations and no other 
pending disciplinary matters during this period. 
SECTION 4. An employee may use the grievance process to appeal formal discipline. 
However, a grievance appealing a written reprimand shall commence with the Department 
Head and a grievance appealing a suspension and/or discharge may commence, at the 
employee's option, at the Legislative Review Stage of the Grievance Procedure. 
SECTION 5. All permanent employees in the laboring, competitive and non-competitive 
classes shall be granted job security as outlined above. 
SECTION 6. Newly hired employees shall serve a probation of fifty-two (52) weeks. 
ARTICLE XVII / GRIEVANCES AND CONTEIACT DISPUTES 
All grievances and contract disputes shall be resolved in accordance with the procedure 
attached as Schedule "A". 
ARTICLE XVIII / SENIORITY 
SECTION 1. Seniority shall be determined as length of continuous service since date of last 
hire. When an employee transfers to another department, that employee becomes the least 
senior in their classification in that department but shall retain town-wide seniority for all 
other purposes. 
SECTION 2. Any promotion, vacancy or new opening shall be posted including .the job 
description and necessary qualifications prior to being filled. Applications shall be considered 
on the basis of qualifications, ability and seniority. The position available will be made known 
to present employees at least ten (10) working days prior to the date upon which the 
application must be filed. The Employer shall provide the Unit President with sufficient 
copies of the announcement of position so that each covered employee may have one. The 
Employer agrees to give the CSEA Unit President notice when the Employer requests a Civil 
Service test. 
SECTION 3. Before any permanent incumbent in any job classification is laid off, temporary 
or probationary employees shall be laid off first, in that order. 
Where there is a layoff in a specific classification, the least senior employee in that 
classification shall be permitted to bump a less senior employee, provided the bumping 
employee meets the qualifications for said position. 
In the event of recall, the last employee laid off shall be the first rehired in accordance with 
Civil Service Rules and Regulations. 
ARTICLE XDC / PAYDAY 
Thursday shall be the payday for all biweekly employees. Friday shall be the payday for all 
weekly employees. Water/Sewer employees will be paid on the weekly basis. 
ARTICLE XX. / REALLOCATION AND RECLASSIFICATION 
SECTION 1. Any employee, who sincerely believes that they are continually performing out 
of title or improperly allocated work, shall have the right to confer regarding same with their 
immediate supervisor. 
SECTION 2. In the event any difference cannot be resolved, both parties shall request a 
hearing before the Department Head. 
SECTION 3. In the event the Department Head cannot satisfactorily resolve the differences, 
both parties shall submit a statement in writing to the Civil Service Commission for review. 
The decision of the Civil Senice Commission shall be final. If a change is justified, the 
necessary steps will be taken to correct the situation. 
ARTICLE XXI / CSEA BUSINESS 
SECTION 1. Subject to operational needs and with the approval of their Department Head, 
CSEA Officers or their designated representatives may be granted time off during working 
hours to assist in the presentation of grievances. The representative must request time off of 
the Department Head and be granted same prior to leaving the work location to conduct 
CSEA Union business. 
SECTION 2. Subject to operational needs and with the approval of their Department Head, 
CSEA Officers or their designated representatives may be granted time off during working 
hours to conduct necessary business related to employer-employee relations. 
SECTION 3. The CSEA Officers or their designated representatives shall be granted a total of 
three (3) days per year without charge to leave credits to attend CSEA conventions and/or 
workshops. 
ARTICLE X2UI / BULLETIN BOARDS 
The CSEA shall be allowed to post notices on work location bulletin boards for meeting 
announcements or any other matters relative to CSEA conventions and/or workshops. 
ARTICLE XUII / RECIPROCAL RIGHTS 
SECTION 1. The Employer recognizes the right of the employees to designate a CSEA staff 
representative to appear on their behalf to discuss salaries, working conditions, grievances and 
contract disputes. Staff representatives may visit employees during working hours for the 
foregoing purposes subject to operational needs and the approval of the Department Head 
and/or Supervisor. 
SECTION 2. The Employer and the Union shall administer their obligations under this 
Agreement in a manner which will be fair and impartial to all employees and shall not 
discriminate against any employee by reason of sex, nationality, race or creed. 
SECTION 3. The Union and the Employer agree to abide by the Americans with Disabilities 
Act. 
ARTLCLE XX]N / PAST PRACTICE 
All existing rules, regulations, practices, benefits and general working conditions previously 
granted and allowed by the Employer and employees - unless specifically excluded by this 
Agreement - shall remain in full force and effect during the life of this Agreement. 
ARnCLE XXV / SAVINGS CLAUSE 
SECTION 1. If any article or part of this Agreement or any addition thereto should be 
declared by a Court of competent jurisdiction to be in violation of any federal, state or local 
law; or if adherence to or enforcement of any article or part of this Agreement should be 
restrained by a court of law, the remaining articles of this Agreement and any additional 
articles shall not be affected. 
SECTION 2. If a determination or decision is made as per Section 1 of this Article, the 
original parties to this Agreement shall convene immediately for the purpose of negotiating a 
satisfactory replacement for such article or part thereof. 
ARTICLE XXVI / LEGISLATIVE ACTION 
IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION OF THIS 
AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS 
IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE 
ADDITIONAL FUNDS THEREFOR, SHALL NOT BECOME EFFECTIVE mnL THE 
APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL. 
ARnCLE XXVlI / SAFETY AND HEALTH 
The parties have agreed to establish a joint labor-management committee on safety and health. 
ARTICLE XXVIII / DURATION 
This Agreement shall commence January 1, 2007 and continue in effect until December 3 1, 
2010 or until such time as a new agreement is reached. 
ARTICLE XXIX 1 ELECTRONIC COMMUNICATIONS POLICY 
Town computers, voice mail and e-mail systems are for business use only. Communications 
transmitted through these systems must have a business purpose. They are not to be used for 
personal or other inappropriate purposes. The Town may access its electronic communications 
system and obtain the communications within the systems, with or without notice to users of 
the system, in the ordinary course of business when the Town deems it appropriate to do so. 
The reasons for which the Town may obtain such access include, but are not limited to: 
maintaining the system; preventing or investigating allegations of system abuse or misuse; 
assuring compliance with software copyright laws; complying with legal and regulatory requests 
for information; and insuring that the Town's operations continue appropriately during an 
employee's absence. 
The Town's policy prohibiting harassment, in its entirety, applies to the use of its electronic 
communications systems. No one may use electronic communications in a manner that may 
be construed by others as harassment or offensive based on race, national origin, sex, sexual 
orientation, age, disability, religious beliefs or any other characteristic protected by federal, 
state or local law. 
Since our electronic communications systems are for business use only, these systems may not 
be used to solicit for religious or political causes, outside organizations or other personal 
matters unrelated to the Town's business. 
No one may access, or attempt to obtain access, to another individual's electronic 
communications without appropriate authorization. 
Further, unauthorized duplication of copyrighted computer software violates the law and is 
strictly prohibited. 
Violators of this Electronics Communications Policy may be disciplined, up to and including 
discharge where appropriate. 
ARTICLE / MANAGEMENT RIGHTS 
Except as expressly modified or restricted by a specific provision of this Agreement all statutory 
and inherent management rights, prerogatives and functions are retained and vested 
exclusively in the Town. 
ARTICLE XXXl/ SEXUAL HARASSMENT POLICY 
I. Purpose. 
To ensure for all employees of the Town of Rotterdam an environment free from sexual, racial, 
religious, and all other kinds of unlawful discrimination or harassment, including 
discrimination and harassment based on race, sex, color, religion, national origin, age, 
disability, marital status, veteran status, or other unlawful considerations. 
11. Policy. 
A. It is the policy and practice of the Town of Rotterdam to prohibit discrimination and 
harassment in any form of its employees, applicants, contractors, visitors to the offices, sites, or 
facilities, or by a person associated with the Town of Rotterdam. It is also the Town's policy 
that behavior or actions which constitute sexual or other prohibited harassment will not be 
tolerated. Appropriate disciplinary action, up to and including dismissal, will be taken in any 
instance where an employee violates this policy. 
' 
B. No supervisor or management representative will make unwelcome sexual advances to 
anyone for whom he/she has or may have supervisory authority. Furthermore, no supervisor 
or management representative, whether or not there is an immediate supervisory relationship, 
will threaten or insinuate, either explicitly or implicitly, that any job applicant's or employee's 
refusal to submit to h isher  sexual advances will adversely affect the applicant's ability to be 
hired or an employee's employment, evaluation, wages, advancement, assigned duties, shifts or 
any other condition of employment or career advancement or development. 
C. Discrimination or harassment as defined below are illegal under state and federal law. 
Discrimination or harassing behavior directed towards employees, contractors, job applicants, 
and visitors to the Town of Rotterdam's offices, sites, or facilities, whether committed by a 
management or non-management personnel, is also strictly prohibited by the Town of 
Rotterdam and by this policy. 
111. Sexual Harassment Defined. 
There are generally two forms of sexual harassment, both of which are unlawful and prohibited 
by this policy: 
A. Quid Pro Quo: In this type of situation, a supervisor or manager makes unwelcome 
sexual advances and says or implies that an employee's or applicant's failure to accept the 
advance could in some way affect the employee's or applicant's employment prospects or 
conditions of employment (hiring, promotion, work assignments, pay increases, etc.) 
B. Hostile Environment: This is continuing unwelcome sexual or other discriminatory or 
harassing conduct in the work place that has the purpose or effect of unreasonably interfering 
with another employee's job performance or creates an intimidating, hostile or offensive 
environment. 
IV. Specific Examples of Sexual Harassment. 
While it is not possible to list all circumstances that may constitute sexual harassment, the 
following are some examples of conduct which, if unwelcome, may constitute sexual 
harassment depending upon the totality of the circumstances, including the severity of the 
conduct and its pervasiveness: 
-Unwelcome sexual advances - whether they involve physical touching or not; 
.Sexual epithets, jokes, written or oral references to sexual conduct, gossip regarding 
one's sexual life, comment on an individual's body, comments about an individual's 
sexual activity, deficiencies, or prowess; 
-Displaying sexually suggestive objects, pictures, cartoons; 
-Leering, whistling, intentionally brushing against another employee's body, sexual 
gestures, suggestive or insulting comments; 
-Making unwelcome inquiries into another employee's sexual experience; and 
-Engaging in unwelcome discussions of sexual activities. 
All employees should avoid in engaging in any of these activities and should report any 
such conduct to their immediate supervisor(s), the Town Supervisor, and/or a Town 
Council member. 
V. Retaliation and Other Special Considerations. 
In addition to the above examples of prohibited conduct, all employees should take special 
note that retaliation against an individual who has complained about sexual or other 
prohibited types of discrimination or harassment, and retaliation against individuals for 
cooperating with an investigation of a discrimination or harassment complaint is unlawful and 
will not be tolerated by the Town of Rotterdam. 
Employees should also be aware of the fact that sexual harassment is not limited to prohibited 
conduct by a male employee to a female employee, and that: 
-A man as well as a woman may be the victim of sexual harassment, and a woman as 
well as a man may be the harasser; 
-The victim does not have to be the opposite sex from the harasser; same sex 
harassment is likewise unlawful and prohibited by this policy; and 
-The harasser does not have to be the victim's immediate supervisor. (S)he may also be 
an agent of the supervisor, a supervisory employee who does not supervise the victim 
directly, a nonsupervisory employee (co-worker), or, in some circumstances, even a 
non-employee. 
VI. Responsibilities of All Employees and Supervisory Personnel. 
Each employee and every supervisor or management representative is personally responsible for 
takmg steps to prevent employees, applicants, contractors and/or visitors to Town of 
Rotterdam property or offices from being harassed or otherwise discriminated against in 
violation of this policy. 
A. Employee Responsibilities 
Specific responsibilities for all employees include: 
1. Ensuring that (s)he does not sexually harass or in any other way discriminate against any 
other employee, applicant for employment, or other individual in the workplace, in a manner 
prohibited by this policy. 
2. When any employee feels he/she has been the object of sexual or any other type of 
harassment or discrimination prohibited by this policy, the employee must take all reasonable 
steps to stop or prevent the conduct in question. This includes, whenever feasible, making it 
clear to the harasser that hisher actions are offensive and unwelcome. If t h s  approach fails to 
end the offensive behavior, or if the employee is unable to approach the harasser, the employee 
should report the activity using the complaint procedure outlined below. 
3. Cooperating in the investigation of complaints of alleged sexual or other prohibited 
harassment or discrimination by providing any information (s)he possesses concerning the 
matters being investigated and by telling the truth about such matters. 
B. Additional Responsibilities of Supervisors 
Supervisors and management representatives are also charged with the specific responsibility of 
discouraging any conduct prohibited by this policy both within and outside of their areas of 
supervision/management and reporting any and all complaints to the Town Supervisor and/or 
the Town Council. A supervisor's or manager's responsibilities therefore include directly 
confronting the harasser when a supervisor/manager observes harassing behavior that is or 
may be prohibited by this policy, and/or reporting to the appropriate person. 
The refusal or failure to report any and all complaints of harassment or discrimination to the 
town Supervisor and/or the Town Council is a serious matter and will be considered grounds 
for discipline up to and including discharge. 
Even where the complaining employee asks to keep the complaint confidential, or indicates 
that he/she does not wish to file a formal complaint, supervisors have a responsibility to 
document all complaints made to them, including those of an informal nature, and to report 
the complaint and the employee's desire for confidentiality to the Town Supervisor and/or the 
Town Council. 
VII. Complaint Procedure 
Complaints of possible discriminatory actions should be made in the manner most 
comfortable to the individuals concerned. Normally, complaints of harassment and 
discrimination of any kind should be made first to the person engaging in the offensive or 
unwelcome conduct then to the employee's immediate supervisor, then to the Town 
Supervisor and/or the Town Council. 
Realizing that any of these individuals may be the cause of the complaint, a complaint about 
conduct prohibited by this policy may always be made directly to the Union President. 
Employees who believe they have been the victim of conduct prohibited by the policy should 
also feel free to complain to any other supervisory employee with whom they feel more 
comfortable, including the Town Attorney. 
All complaints will be promptly investigated, and the result of the investigation will be 
reported back to the complainant. The Town of Rotterdam will try to maintain the 
confidentiality of all complaints. However, such confidentiality cannot be guaranteed in the 
course of an investigation and the complainant should be advised of this fact, and of the fact 
the Town of Rotterdam has an obligation to investigate all complaints of discrimination and 
prohibited harassment and to take appropriate action when warranted by the facts. 
Employees who complain about conduct that is or may be prohibited by this policy should also 
be reminded that it is unlawful and a violation of this policy to retaliate against any employee 
who has made a complaint in good faith. 
Once the investigation has been completed, a determination will be made as to whether this 
policy has been violated. Where the investigation reveals that there is merit to the complaint 
and that this policy has been violated, the Town of Rotterdam will take appropriate action 
upon the conclusion of the investigation. The complainant will be advised of the results of the 
investigation and the corrective action taken, if any. 
VIII. Other Legal Remedies 
Following the above procedures does not preclude a complainant from seeking legal remedies 
outside of this process. To determine which, if any, options may be available, a complainant 
may consult with hisher union representative and/or counsel. 
Questions about this policy should be directed to the Town Supervisor, the Town Council, 
and/or the Town Attorney. 
TOWN OF ROTTERDAM 
DISCRIMTNATION/HARASSMENT COMPU.INT FORM 
Name of Complainant: 
Address: 
Home Phone: Work Phone: 
Position and Shift: 
Name of Supervisor: 
Name and Title of Person(s) complained of: 
Date(s) of incident: Time: 
Description of incident&): 
Desired Action: 
Signature Date 
... 
TOWN OF RO'ITERDAM 
I, hereby acknowledge that I have received and reviewed the Policy and Complaint Procedur 
Regarding Discrimination and Harassment promulgated by the Town of Rotterdam and 
understand its contents. 
I further acknowledge attending a training session on discrimination and harassment on 
Signature 
Date 
ARTICLE / F.M.L.A. 
The Town and the Union agree to abide by the provisions of the Family and Medical Leave Act. 
The parties agree to meet and confer regarding the application of the statute. 
ARTICLE XXXIII / REOPENER 
Upon the written agreement of both parties, CSEA and the Town may meet and confer regarding 
updating and/or clarifylng provisions of the agreement. Such discussions shall only occur upon 
the mutual agreement of the parties in writing. 
TOWN OF ROTTERDAM TOWN OF ROTTERDAM CSEA UNIT 
C 
Supervisor Date Date 
SCHEDULE "A" / GRIEVANCE PROCEDURE 
DECLARATION OF PRINCIPLES 
Every employee shall have the right to present their grievance in accordance with the 
procedures provided herein, free from interference, coercion, restraint, discrimination or 
reprisal, and shall have the right to be represented at all stages of the grievance procedure. 
SUBJECT UATTER 
A "grievance" shall mean any violation, misinterpretation or inequitable application of the 
employment contract, existing laws, rules, procedures, regulations, administrative order or 
work rule or any other condition of employment which relates to or involves the employee or 
employees. 
INITIAL PRESENTATLON 
A. An employee shall present hisher grievance in writing to hisher immediate supervisor 
within five (5) days after the grievance occurs, or becomes known to the employee. 
B. The immediate supervisor shall discuss the grievance with the employee, shall make such 
investigation as necessary and shall consult with his/her superiors if necessary on an informal 
basis. 
C. Within three (3) days after the presentation of the grievance, the immediate supervisor 
shall make his/her decision and communicate the decision to the employee presenting the 
grievance, and to the employee's representative, if any. 
SECOND STAGE 
A. If an employee presenting a grievance is not satisfied with the decision made by their 
immediate supervisor, they may, within five (5) days thereafter, request a review and 
determination of their grievance by the Department Head. Such request must be in writing 
and shall contain a statement as to the specific nature of the grievance and the facts relating to 
it. Such request shall be served upon both the Department Head and the immediate 
supemisor to whom the grievance was originally presented. 
B. The Department Head or their nominee, may, and at the request of the employee shall, 
hold a hearing within five (5) days after receiving the written request and statement from the 
employee. The employee and their representative, if any, may appear at the hearing and 
present oral statements or arguments. 
C. Within five (5). days after the close of the hearing, or within eight (8) days after the 
grievance has been submitted to h i d e r  if there has been no  hearing, the Department Head 
or hisher nominee, shall make hisher decision and communicate the same to the employee 
presenting the grievance, and to the employee's representative, if any. 
LEGISLATIYE REVIEW 
A. If an employee presenting a grievance is not satisfied with the decision made by the 
Department Head or his/her nominee, they may, within five (5) days thereafter, request a 
review by the local legislative body. The legislative body shall hold a hearing within ten (10) 
days after receiving the written request for review. 
B. New evidence, testimony or arguments, as well as any document, exhibit or other 
information submitted to  the Department Head or h i s h e r  nominee may be introduced by the 
employee or the Department Head or hisher nominee. 
C. The legislative review hearing shall not be bound by formal rules of evidence. 
D. The legislative review hearing shall be held with the full membership of the legislative body. 
E. The legislative body shall communicate the same to the employee and their representative, 
if any. 
FJNAL STAGE GRIEVANCE APPEALS COMMITTEE 
In the event CSEA and the Town of Rotterdam cannot resolve the grievance at the Legislative 
Review level, they will go to a three (3) person committee. This committee shall be comprised 
of one person from the legislative body, one member of CSEA, and a third member chosen 
from a revolving panel of four who shall act as chairperson: Peter Prosper, Thomas Hines, 
Jeffiey Selchick and Paul Zonderman. All decisions of the panel will be final and binding. 
Costs will be shared equally between the parties. The panel cannot add to, subtract from, or 
modify the terms of the collective bargaining agreement in reaching a determination. 
A grievant may proceed individually to the Grievance Appeals Committee in disciplinary cases 
only. In disciplinary cases only, if a grievant chooses to proceed with h isher  own legal 
representation, the grievant shall share all costs equally with the employer. 
GENERAL PROVlSIONS 
A. In the event the employee and/or CSEA does not comply with the time requirements 
specified in this Article, the grievance shall be deemed abandoned and of no further force or 
effect. 
B. Time requirements at any step may be waived by mutual agreement. 
C. Compliance with the steps and time frames contained herein shall be a condition 
precedent to presentation of any matter to the Grievance Appeals Committee. 
D. Days shall be defined as Monday through Friday exclusive of Saturdays, Sundays and legal 
holidays. 
SCHEDULE B / SALARY SCHEDULE 
Title 
Account Clerk 
Account 
Specialist 
Animal Control 
(Dog Warden) 
Bookkeeper/ 
Senior 
Account Clerk 
Building 
Inspector 
Building 
Inspector 
Assistant 
Year Starting 
2007 31,101.69 
2007 31,723.72 
2008 32,992.67 
2009 34,3 12.38 
2010 35,684.88 
Pd Year 
3 1,907.84 
32,546.00 
33,847.84 
35,201.75 
36,609.82 
35,642.22 
36,355.06 
37,809.26 
39,321.63 
40,894.50 
30,917.34 
31,535.69 
32,797.12 
34,109.00 
35,473.36 
35,653.96 
36,367.04 
37,821.72 
39,334.59 
40,907.97 
47,718.24 
48,672.60 
50,619.50 
52,644.28 
54,750.05 
43,080.12 
43,941.72 
45,699.39 
47,527.37 
49,428.46 
34 
3"' Year 
32,714.02 
33,368.30 
34,703.03 
36,091.15 
37,534.80 
36,366.42 
37,093.75 
38,577.50 
40,120.60 
41,725.42 
31,729.22 
32,363.80 
33,658.35 
35,004.68 
36,404.87 
36,460.10 
37,189.30 
38,676.87 
40,223.94 
41,832.90 
49,063.55 
50,044.82 
52,046.61 
54,128.47 
56,293.61 
43,459.25 
44,328.44 
46,101.58 
47,945.64 
49,863.47 
4' Year 
33,520.22 
34,190.62 
35,558.24 
36,980.57 
38,459.79 
37,182.42 
37,926.07 
39,443.1 1 
41,020.83 
42,661.66 
32,537.92 
33,188.68 
34516.23 
35,896.88 
37,332.76 
37,266.32 
38,011.65 
39,532.12 
41,113.40 
42,757.94 
50,408.23 
51,416.39 
53,473.05 
55,611.97 
57,836.45 
43,829.36 
44,705.95 
46,494.19 
48,353.96 
50,288.12 
5' Year 
34,326.42 
35,012.95 
36,413.47 
37,870.01 
39,384.81 
37,988.22 
38,747.98 
40,297.90 
41,909.82 
43,586.21 
33,348.19 
34,015.15 
35,375.76 
36,790.79 
38,262.42 
38,072.53 
38,833.98 
40,387.34 
42,002.83 
43,682.94 
51,754.18 
52,789.26 
54,900.83 
57,096.86 
59,380.73 
44,203.93 
45,088.0 1 
46,89 1.53 
48,767.19 
50,717.88 
Carpenter 
Cleaner 
Clerical Aide 2007 26,776.18 27,501.25 28,226.45 28,951.55 29,782.23 
2007 27,3 11.70 28,O5 1.28 28,790.98 29,530.58 30,377.87 
2008 28,404.17 29,173.33 29,942.62 30,711.80 3 1,592.98 
2009 29,540.34 30,340.26 31,140.32 31,940.27 32,856.70 
2010 30,721.95 31,553.87 32,385.93 33,217.88 34,170.97 
Clerk 2007 28,476.22 29,247.32 30,018.56 30,789.69 31,560.74 
2007 29,045.74 29,832.27 30,618.93 31,405.48 32,191.95 
2008 30,207.57 3 1,025.56 3 1,843-69 32,661.70 33,479.63 
2009 3 1,415.87 32,266.58 33,117.44 33,968.17 34,818.82 
2010 32,672.50 33,557.24 34,442.14 35,326.90 36,211.57 
Custodian 2007 3 1,23 1.20 32,107.60 32,983.91 33,860.25 34,736.54 
2007 31,855.82 32,749.75 33,643.59 34,537.46 35,431.27 
2008 33,130.05 34,059.74 34,989.33 35,918.96 36,848.52 
2009 34,455.25 35,422.13 36,388.90 37,355.72 38,322.46 
2010 35,833.46 36,839.02 37,844.46 38,849.95 39,855.36 
Dispatcher 2007 31,241.89 32,877.97 34,514.04 36,150.23 37,786.30 
(Police) 2007 31,866.73 33,535.53 35,204.32 36,873.23 38,542.03 
2008 33,141.40 34,876.95 36,612.49 38,348.16 40,083.71 
2009 34,467.06 36,272.03 38,076.99 39,882.09 41,687.06 
2010 35,845.74 37,722.91 39,600.07 41,477.37 43,354.54 
Engineer 
Engineering 
Aide 
Executive 
Secretary 
Informarion 
Processing Specialist 
M E 0  Heavy 2007 38,442.11 
(Landfill) 2007 39,210.95 
2008 40,779.39 
2009 42,4 10.57 
2010 44,106.99 
M E 0  Heavy .2007 36,569.06 
(Salaried) 2007 37,300.44 
2008 38,792.46 
2009 40,344.16 
2010 41,957.93 
Paramedic 
(Police) 
Park Attendant 
Park & Recreation 
Assistant Supervisor 2007 38,108.56 
2007 38,870.73 
2008 40,425.56 
2009 42,042.58 
2010 43,724.28 
Park & Recreation 
Supervisor 2007 44,17 7.33 
2007 45,060.88 
2008 46,863.32 
2009 48,737.85 
2010 50,687.36 
Payroll Audit Clerk 2007 34,836.42 
2007 35,533.15 
2008 36,954.48 
2009 38,432.66 
2010 39,969.97 
Plumbing Inspector 2007 45,201.93 
2007 46,105.97 
2008 47,950.2 1 
2009 49,868.22 
2010 51,862.95 
Public Safety 
Dispatch Manager 2007 34,25 1.60 
2007 34,936.63 
2008 36,334.10 
2009 37,787.46 
2010 39,298.96 
Real Property 
Appraisal Tech 2007 
2007 
2008 
2009 
2010 
Real Property 
Tax Service Aide 2007 
200 7 
2008 
2009 
2010 
Receptionist 2007 28,476.25 
2007 29,045.78 
2008 30,207.61 
2009 31,415.91 
2010 32,672.55 
Recycling 
Coordinator 2007 
2007 
2008 
2009 
2010 
Secretary to 
The Chief 2007 38,043.13 
2007 38,803.99 
2008 40,356.15 
2009 41,970.40 
2010 43,649.22 
Security Worker 
Salaried 2007 
2007 
2008 
2009 
2010 
Sign Maintenance 
Worker 2007 
2007 
2008 
2009 
2010 
Skilled 
Labor 
( Salaried) 2007 
2007 
2008 
2009 
2010 
Senior Clerk 2007 3O,9 1 1.15 
2007 31,529.37 
2008 32,790.54 
2009 34,102.16 
2010 35,466.25 
Senior 
Custodian 2007 35,745.90 
2007 36,460.82 
2008 37,919.25 
2009 39,436.02 
2010 41,013.46 
Senior Laborer 
(Salaried) 2007 
2007 
2008 
2009 
2010 
Senior Payroll 2007 41,538.80 
Clerk 2008 43,200.35 
2009 44,928.37 
2010 46,725.50 
Senior Planner 2007 50,657.7 7 
2007 51,670.93 
2008 53,737.77 
2009 55,887.28 
2010 58,122.77 
Senior 
Stenographer 2007 34,977.11 
2007 35,676.65 
2008 37,103.72 
2009 38,587.87 
2010 40,131.38 
Senior Tax 
Clerk 
Senior Typist 
Senior Wastewater 
Treatment Plant 
Operator 
Senior Water 
Treatment 
Plant Operator 
Type 2B 
Senior Engineering 
Aide 2007 
2007 
2008 
2009 
2010 
Stenographic 
Secretary 2007 
2007 
2008 
2009 
20 10 
Stenographer 
Tax Clerk 
Traffic Safety 
Coordinator 
Typist 
Water & Sewer 
Maintenance Supervisor 
2007 38,108.56 
2007 38,870.73 
2008 40,425.56 
2009 42,042.58 
2010 43,724.28 
Water & Sewer 
Maintenance Worker 2007 
2007 
2008 
2009 
2010 
Water Treatment 2007 36,972.83 
Plant Operator 2007 37,712.29 
2008 39,220.78 
2009 40,789.61 
2010 42,421.19 
Wastewater Treatment 
Plant Operator Chief 2007 45,201.93 
Wastewater 
Treatment Plant 
Operator 
Youth Senices 
Counselor 
Zoning Officer 
Road Maintenance 2007 
Supervisor, Senior 2007 
2008 
2009 
2010 
Road Maintenance 2007 
Supervisor 
ME0 Heavy 
Senior 
ME0 Medium 
Slulled Laborer 
Senior 
Labor, Senior 
Labor 
Heavy Equipment 
Mechanic 2007 
2007 
2008 
2009 
2010 
Senior M E 0  Heavy 
Crew Leader 2007 
2007 
2008 
2009 
2010 
